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OregonSaves opened to a small number of pilot
employers in July 2017, and to employers with 100+
employees in November 2017. Over the next two years,
progressively smaller employers joined in four waves, and
the final wave (firms with four or fewer employees) was
targeted for 2022.

The state-based retirement savings plan is structured
as a Roth independent retirement account (IRA) with
automatic enroliment; the default savings rate is 5% of
after-tax income, with automatic escalation of 1% per year
to a maximum of 10%. Unless a worker elects otherwise, the
first $1,000 contributed to the worker’s account is invested
in a stable value fund, and all additional contributions are
invested in a target date fund with an age-65 retirement
target. Unlike in a typical 401(k) plan, there is no employer
match, but neither is there automatic withdrawal of modest
account balances following job turnover.

Workers served by OregonSaves

The data begin in August 2018 and end in April 2020.
While OregonSaves serves employers across 18 broad
industries, the typical employee works in an industry with
low wages and high turnover. The top three industries
are food services (representing 31.5% of employees),
business support (11.4%), and health care (9.3%). Across
all contributors, the average imputed monthly after-tax
income is $2,365. Under the assumption of steady annual
employment, the average implied annual after-tax income
is $28,378, less than half of the nationwide average of
$54,129 (Current Population Survey 2019). Moreover, for
many of the employees targeted by OregonSaves, the
assumption of steady employment is unrealistic. Based on
observed changes in employment status, the likelihood that
an employee covered by OregonSaves stops working at a
given employer over the next 12 months is 38.2%. The two
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highest annual turnover rates are in health care (46.6%) and
food services (43.9%). Because many employers appear not
to report turnover to OregonSaves, actual turnover rates are
likely much higher.

Account balances and participation rates

Plan assets increased from $6.7 million to $51.0 million
during our sample period, and to $118.9 million by the end
of June 2021. The number of funded accounts grew from
17,830 in August 2018, to 67,731 in April 2020, to 110,047
in June 2021. Over this same period, the average account
balance grew from $375 to $754 to $1,080.

Of the 289,657 employees in our data set, 117,345
formally opted out by April 2020, for an implied participation
rate of 59.5%. Nevertheless, many of participating
employees had yet to contribute to their OregonSaves
account. Some set their savings rate to 0% without formally
opting out; some left their employer before an OregonSaves

contribution was processed; and some worked at an
employer that had not begun processing OregonSaves
contributions. If we divide the number of employees with
positive account balances in April 2020 by the number of
employees working at employers that had begun to process
OregonSaves contributions, the participation rate is 34.3%.

Reasons for opting out

Employees who formally request to opt out of
OregonSaves were asked to provide the administrator with
their primary reason for doing so. The two most popular
were “| can't afford to save at this time” (28.6% of opt
outs) and “I have my own retirement plan” (23.9% of opt
outs). Those offering the first answer reinforce the fact that
OregonSaves targets employees in industries with low
wages and high turnover. The fact that fewer than 10% of
employees offered the second answer suggests that the
vast majority of employees were not saving for retirement
before OregonSaves was introduced. <*
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